ABSTRACT: Leadership style used in a higher education institution affects the competence-based performance of the lecturers and the administrative staff. In turn, their performance will affect the institution performance. So, leadership style influences the institution toward strengthening its strategy to sustain. This study examined the transactional and transformational leadership styles toward the lecturers and the administrative staff of STIE Perbanas Surabaya. Transformational leadership was measured using ideal, inspirational, and intellectual stimuli; while transactional leadership was measured using exceptional management and contingency reward. The indicators used to measure the lecturers' performance were on teaching, module, research, civil services, IT, English; while for administrative staff were integrity, service, professionalism, learning, adaptation, documenting, English. The survey involved 32 lecturers and 31 administrative staff. The data was collected using questionnaire and was statistically analyzed using multiple regressions. The result was that transformational leadership significantly influenced both the lecturers and the administrative staff, while transactional leadership did not affect both the lecturers and the administrative staff. The implication was that the top management can set strategies of putting motivation of all organization members in the frame of improving their competence thus this will help the institution grow and sustain.
INTRODUCTION
The competition among higher education has been in the form of getting public attention in forward and backward level. Forward level means the attention from the target market of the university meaning the point of the university's new students. Backward level means that the universities are also in a competition to get good attention from the industries that will hire the universities' graduates.
The agent in the university that strongly takes important roles is the lecturers then the administrative staff. Anyhow, the way they performance are strongly affected by the way the leadership cope their effort of works. Lecturers focus on their contribution within the three aspects of teaching and learning, conducting research and conducting social services. While the performance of administrative staff are also important since their service to the internal customers and other stakeholders are very strongly support the success of the university operation. Competitiveness of a university can be affected by the accumulative efforts of those the lecturers and the administrative staff.
The performance of the lecturers and the administrative staff are the efforts that increase quantitatively as well as qualitatively. This cab because of the way the top management as the leader in the university govern the organization especially in handling the people in this case is the lecturers and the administrative staff. Human resource becomes a very important agent for the competitive advantage of a university. The support of lecturers and administrative staff strongly contribute to the university even much better than other assets.
In order to have supporting lecturers and administrative staff, leaders must be able to fit the way they lead with the condition of the lecturers and administrative staff. This refers to the kind of leaderships that are transactional leadership and transformational leadership. Top management of a university must understand that the success of the university depends on the quality of the human resource. So, they must be able to manage the human resource. When the human resource tends to need and consider rewards every time they complete work and show performance, then the leadership should be transactional leadership (Pawar and Eastman, 1977) .This is appropriate at the early leadership level but this should be encourage to be in the transformational leadership when the condition of human resource has been improved by the leaders so they are ready for the transformational leadership. Transformational leadership will give a lot empower and self belonging of the staff since their expectation is getting self esteem and self actualization (Bass, 1985) .
Based on the improvement of the human resource management in university that has been influenced by the quality assurance challenge and information technology challenge, there should be a shift in the kind of leadership existing implied in universities that affect the performance of the staff. This study is about examining the university's kind of leadership that affects the performance of the lecturers and administrative staff, what kind of leadership affecting their performance.
LITERARY REVIEW AND HYPOTHESE FORMULATION
Transactional leadership is a leadership that operates the existing system that tries to satisfy the needs of the organization members and focuses on the rewards giving at the positive change of the staff attitude and takes a corrective action when problems and mistakes happen (Pawar and Eastman, 1977) .
Transformational leadership is a leadership in which the leader's influence is dominating the employees. The staff or employees feel the leader's trust on them, proudness about the leaders, loyalty, and respectfulness to the leaders. Employees are motivated for a better performance and target. This leadership motives staff to be better (Bass, 1985) .
The relation between Transactional Leadership with the performance
Nat sir (2005) explain that in transactional leadership, leaders give rewards to t he employees based on the performance gained and hoped by the employees. This kind of leadership can improve the attitude of the staffs and vice versa whenever the leaders do not give rewards to the staff. The leaders give rewards that can directly affect to the increase of the staff's positive attitude. This is not this way when the leaders do not give the rewards. Bass (1990) and Yulk (1998) stated that the relationship between the leaders and the staff can be in the following points:
Leaders know what the need of the staff is and explain to them what they will get when they meet the performance. 2. All efforts of the staff will be compensated with rewards. 3. If personal need in line with the value of the works or performance, the leaders will response for the rewards.
Bass in Howell and Avolio (1993) stated that the characteristic of transactional leadership falls to two kinds namely contingent reward and management exception reward. Contingent reward refers to reward that is given with a certain requirement set by top management. The requirement is that if the employees well perform they will be rewarded, and vice versa. Management exception reward refers to similar idea as contingent reward namely it requires certain condition of the employees to get reward.
The relation between Transformational Leadership with the performance
The relationship between leaders and the staff will be good if the staff appreciate and support the leaders. This situation will be a very good point for the leaders to encourage better contribution of the organization members to the organization. Further, the leaders can make control in a better way since the situation happening is conducive for a better moves forward to the staff area of work.
Podsakoff, et al (1996) stated that transformation leadership is very important to influence the attitude, perception, motivation that can increase the trust of the staff to their leaders. Cox (2001) stated the existence of the transactional and transformational leaderships. Burn (1978) stated that transformational leadership is a leadership that can give inspirational stimulus and intellectual stimulus. Thus, transformational leadership can also affect the attitude and performance of the staff.
Referring to the above theories, the hypotheses were:
• H1a: Transactional leadership positively and significantly affects the performance of lecturers.
• H1b: Transformational leadership positively and significantly affects the performance of lecturers..
• H2a: Transactional leadership positively and significantly affects the performance of administrative staff.
• H2b: Transformational leadership positively and significantly affects the performance of administrative staff. 
RESEARCH DESIGN
The variables of this research were Transactional Leadership and Transformational Leadership as independent variables and Lecturer and Administrative Staff Performance as dependent variable. Transformational leadership was measured using ideal, inspirational, and intellectual stimuli; while transactional leadership was measured using exceptional management and contingency reward. The measurement elements for lecturers included teaching, module, research, civil services, IT, English; while for administrative staff were integrity, service, professionalism, learning, adaptation, documenting, English.
The population was all lecturers and administrative staff of STIE Perbanas Surabaya (the college). By taking all respondents from the population, this means that this study used complete enumeration. The data was analyzed using multiple regression.
ANALYSIS AND DISCUSSION
The result was that transactional leadership did not significantly affect the performance of both the lecturers and the administrative staff, while transformational leadership significantly affected the performance of both the lecturers and the administrative staff. Further analysis on the research was viewed from the point of view of the research object namely the lecturers and the administrative staff. Table 1 shows the influence of transactional leadership (X1) and transformational leadership (X2) toward the lecturers' performance (Y1). The probability score of the influence of X1 toward Y was 0.098 that was higher than 0.05 as the maximum score of acceptance. In other word the hypotheses was accepted if the probability score was below 0.05. This means that the transactional leadership did not significantly affect the lecturers' performance. While the probability scores of the influence of X1 toward Y1 was 0.042 that was lower than 0.05 meaning that transformational leadership significantly affected the performance of the lecturers.
It is mentioned by Natsir (2005) that if transactional leadership sets compensation in line with the staff's performance and expectation, it can improve the staff's attitude, and vice versa. In this situation, a leader must set rewards that can increase the staff's performance. The staff thinking they have accepted rewards in line with their performance will compensate it with better work attitude. This study showed that transactional leadership did not significantly affect the lecturers' performance while transformational leadership did. Based on this research, transactional leadership is not appropriate to be applied in a university or college where the members are lecturers. Lecturers are intellectual individuals that need inspirational leadership. They need management that accommodate them to extensively develop by themselves. Their satisfaction is when they well perform and show their actualization.
The research result showing the influence of transaction leadership (X1) and transformational leadership (X2) on the performance of the administrative staff is shown in table 2. The probability score of the influence of X1 toward Y2 was 0.228 that was higher than 0.05 as the maximum score of acceptance. This means that the transformational leadership did not significantly affect the administrative staff's performance. While the probability scores of the influence of X1 toward Y2 was 0.040 that was lower than 0.05 meaning that transformational leadership significantly affected the performance of the administrative staff.
Podsakoff, et al (1996) and Cox (2001) stated that transformational leadership was the drive to influence attitude, perception, and motivation. Burn (1978) stated that transformational leadership was a leadership in which the leader was able to give ideal stimulus, inspirational stimulus, and intellectual stimulus. Burn's research showed that transactional and transformational leadership affect the staff's performance meaning that the higher the level of the transactional and transformational leadership are, the better the performance of the staff, and vice versa.
The result of this research supported the previous study mentioning that transformational leadership affects the performance of lecturers and administrative staff. This means that leaders at higher education institution should be more transformational. Transformational leadership fits to strengthening strategy of higher education institution sustainability. This is because transformational leadership can improve organization and empower the organization member.
Referring to the hierarchical need of Maslow, the lecturers and the administrative staff have already been at the need of self esteem. At this level, it hoped that the performance of the lecturers and the administrative staff will be of better since they are motivated by the moves of the leaders that always show ideal spirit. This inspirational stimulus given by the leaders orally, by showing positive attitude and behaviours can help the staff take them into their positive consideration that for the long run this will build positive culture for the whole organization. Transformational leadership is also in line with intellectual stimulus refers to the way the leaders able to show how they should think and find problem using better perspective. This stimulus are hoped to be showed by the leaders in education organization, since this refers to the core of the organization. If all members or the organization are positively affected by the transformational leadership, then they will have open mind to accept changes and improvement; that they will help a lot to the growth and sustainability of the organization.
CONCLUSION
The result of the study was that transactional leadership did not affect the performance of the lecturers and the administrative staff, while transformational leadership did.
At higher education institution level, leaders should imply transformational leadership since this is in line with the substance of the business that in turn can strengthen the organization sustainability.
